This research effort explores the difference in black and white perceptions concerning racial inequality in the contemporary American workplace. Age, educational attainment, personal income, political views, gender, and work status were used to delineate interactive effects on inequality perceptions. Conflict Theory was used for framing the social inequality process. Historically, conflict theorists have viewed relationships between groups as being characterized by competition or conflict resulting in social inequality. The data used to examine perceptions of racial inequality were obtained from the 2016 General Social Survey. This research effort found that blacks and whites demonstrated very different perceptions regarding workplace racial inequality. Generally, blacks believed there are significant barriers to equal treatment while whites felt that no remedies are necessary for ensuring minority participation in the workplace. The findings showed black and white respondents had very different perceptions for addressing workplace inequality. Black individuals tended to view preferential hiring and promotion as a way to successfully reduce racial inequality. Whites, on the other hand, illustrated the opposite viewpoint by overwhelmingly not supporting preferential treatment as an organizational tool for dealing with workplace racial inequality.
Introduction
Demographic transition is an extraordinary phenomenon in the 21 st Century
United States. The racial, gender, and social class landscape is rapidly changing.
Shortly after the United States Census was completed in 2000, Latinos became the largest racial minority group surpassing Black Americans. It is projected by 2050, Asian Americans will experience a 300% increase in population size from 1990. Women will continue to outnumber men. The upper-class and under-class are dramatically increasing while the middle-class is shrinking. These facts provide a brief snapshot of the ongoing transformation within the American society [1] .
Changes in key demographic characteristics will significantly impact the workplace resulting in challenges for those leading government, non-profit and private organizations. The future workforce will increasingly be composed of individuals from historically disenfranchised racial, gender, and socio-economic groups. All other important economic, political, educational, and technological initiatives will be impacted by a diverse American society as well. Differential and restricted access within organizations based on race, gender, or social class thereby preserving aspects of privilege could contribute to continued discrimination and inequality in the contemporary workplace.
Addressing demographic transition and ensuring the legal components of equal access are two of the most critical issues facing the United States. Creating discrimination-free workplaces which offer professional growth for employees across various dimensions such as race, gender, and socioeconomic status will continue to be an organizational challenge [2] [3] [4] .
The purpose of this research effort was to explore the perceptions of how racial inequality in the contemporary American workplace should be addressed.
This endeavor focused on two aspects of racial discrimination by comparing how black and white individuals perceive institutional approaches linked to reducing inequality. One approach consisted of reducing racial prejudice and discrimination through the use of affirmative action policy. The other involved blacks working themselves up the workplace ladder as other minorities have done historically, thereby reducing inequality. Additionally, age, educational attainment, personal income, political views, gender, and work status were used to delineate interactive effects on the perceptions of the two approaches connected to workplace racial inequality. proponents suggest that full inclusion (integration) fosters the mitigation of racial inequality for Black Americans [7] . This is especially related to treatment in the workplace. Perceptions of reality often produce standardized images of individuals, groups, and organizations. These are often referred to as stereotypes [3] . Racial stereotypes are a result of unchallenged or unfounded perceptions. These can become real in their consequences [9] . Images of lazy racial minorities or rich, white conservative individuals become pervasive. Contemporary media enhances, not maliciously, the overgeneralizing images.
Relevant Literature and Theory Application

Perceptions and Social Reality
Perceptions are only partially reflective of social reality. They can create disconnects and distortions of reality. All of the defining social reality components are embedded in culture. Differences between ideology and reality can be found within society, often between social groups. In the United States, perceptions of racial inequality provide an example of this paradox. The ideal is that every individual enjoys racial equality as reflected in the American value system. The reality is that there are institutional impediments relative to racial equality resulting in a racially stratified society [10] .
Theoretical Perspective
Group dynamics frames the understanding racial inequality created and maintained through discrimination. A group can be defined as a collection of people, based on an attribute, who interact with one another and have a certain feeling R. Lewis DOI: 10.4236/oalib.1104199 4 Open Access Library Journal of unity [6] . Every society is comprised of individuals who simultaneously have membership in a number of groups. Because most societies are composed of a variety of groups, diversity is multi-dimensional and is a very complex notion. There is inequality between the attributes that delineate the differences between groups. Society determines what diversity dimensions are important at any given point in time [3] . The ability to assign individuals to a group or a number of groups is a critical factor. Social attributes, either physically tangible or socially-created, are used to identify who is in a group and who is not a group member. Individuals must agree on the differences and importance associated with them. As a result, group membership creates a social perception of an in-group versus an out-group orientation between people. Social attributes are major components through which individual as well as group interactions occur [8] . Access to power, authority, and resources is differential. In most societies around the world, groups and the individuals comprising them do not have the same access to societal elements of power and influence. As a result, one grouping is considered dominant and the other groupings are characterized as subordinate [6] . Merton has used the terms in-groups and out-groups to illustrate differential power access issues between groups [8] .
The conflict theoretical perspective is appropriate in framing the social inequality process. Historically, conflict theorists have viewed relationships between groups as being characterized by competition or conflict resulting in social inequality [11] . Ultimately, the social group garnering more access to power, authority, and resources becomes the dominant group in society. Institutions become stratified based on how society socially defines groups; differential treatment (discrimination) is used as a strategy by the dominant group to maintain its collective advantage. In contemporary American society, this dynamic is illustrated by inequality between subcomponents comprising race, gender, age, and social class. Dahrendorf would describe the resulting group inequality as a product of interrelations between competing groups. He uses the term inter-coordinated associations (ICAs) to delineate groups arranged based on power and resource dimensions [12] .
Social closure plays an integral role in maintaining inequality between social groups. This is especially true for differences between racial groups [13] . Social closure is basically a process that creates boundaries, identities, and structures to monopolize scarce resources for one's own group while excluding out-group members [14] . Therefore, participation in areas of society may be limited to certain groups initiating and maintaining inequality. Social closure results in racial inequality in the United States and discrimination is a sub-process that stimulates differential access in a variety of institutions within American society [15] . Tension related to social closure has created a paradox relative to equal opportunity. American values espouse a society, from a philosophical perspective, that is color-blind based on race. In reality, racial and ethnic differences are important components in the stratification found within the United States. For instance, White Americans have higher personal income, higher personal wealth, 
Research Methodology
The sample used to examine perceptions of racial inequality in the workplace were obtained from the General Social Survey (GSS) conducted on the adult United States population in 2016. It is an area-probability sample utilizing a national sampling frame for an equal-probability multi-stage cluster sample of housing units for the entire United States. These data provide a great deal of information on core demographic, behavioral, and attitudinal questions including those related to racial inequality [16] . Statistical analyses were conducted using the IBM Statistical Package for the Social Sciences (SPSS), version 24. This study employed multiple logistic regression analysis utilizing a number of research variables. The sociological theory discussed earlier provided the foundation for the statistical analysis.
Dependent Variables. The database included two variables related to perceptions of racial inequality in the workplace. These were used as dependent variables and how respondents were queried is displayed below. Question 1. "Are you for or against preferential hiring and promotion of blacks?" Question 2. "Many other minorities overcame prejudice and worked their way up. Blacks should do the same without special favors."
The response categories for preferential hiring and promotion are1 = strongly support preference, 2 = support preference, 3 = oppose preference, and 4 = strongly oppose preference. The response categories for overcoming workplace prejudice are 1 = agree strongly, 2 = agree somewhat, 3 = neither agree nor disagree, 4 = disagree somewhat, 5 = disagree strongly.
Independent Variables. The analysis considered seven possible predictors to one's attitudes regarding racial inequality in the workplace. These include race (dummied into two categories; 0 = White, 1 = Black), gender (dummied into two categories; 0 = men, 1 = women), political views (1 = liberal, 2 = moderate, 3 = conservative), labor force status (1 = working full-time, 2 = working part-time, 3 = not working), age (spanning 18 -89 years of age), highest years of formal education completed (ranging from 0 -20 years), and annual personal income. Open Access Library Journal Two multiple binary logistic regression models, guided by our theoretical underpinnings, were created for responses linked to perceptions of racial inequality in the workplace. It should be noted that the two dependent (response) variables were measured as categorical variables. Support for preferential hiring and promotion of blacks was collapsed into two categories (not support = 0 and support = 1). Blacks working their way up was recoded into two categories as well (agree = 0 and disagree = 1). Making these binary variables facilitated the predictive nature of logistic regression analysis.
Study Findings
Sample Description
The standard error of the mean (SEM) was examined for the variables used in this research effort. For each variable, it was concluded that the SEM was small enough to conclude the variables were acceptable estimates of the population parameters (see Table 1 ). For gender, approximately 56% of were female. The average age of the respondent was 49 years with the average educational attainment at nearly 14 years of formal schooling. The average annual personal income was approximately $23,800. About 60% were currently working and most indicated that the workplace was comprised mostly of white colleagues. Lastly, 37% stated their political views were moderate and another 34% said they were conservative (see Table 1 ).
Race was employed as one of the most important independent variables. About 81% of the sample was white and the remaining 19% was black. This distribution over-represented both racial groups slightly in comparison to their overall composition of the United States population. This posed no methodological challenges with respect to the statistical analysis utilized in this study.
The two racial inequality perception variables illustrate interesting distributions. Approximately 76% of the respondents said they were against preferential hiring and promotion of blacks. Additionally, nearly 63% indicated they agreed that blacks should work their way up without special favors (see Table 1 ).
The bivariate chi-square analysis shows that racial background impacts political viewpoints, perceptions of hiring and promotion, and perceptions of working up without special favors. For political views, the modal response for both black and white respondents was moderate. However, blacks tended to say they were liberal and whites tended to say they were conservative. Regarding preferential hiring and promotion, about 82% of whites opposed this policy in comparison to 59% of blacks. It was found that 66% of white respondents and 48% of black respondents felt that blacks should work themselves up without special favors. Lastly, there was a difference found relative to work status. The majority of both groups were working either full-time or part-time (see Table 2 ).
Perceptions of Addressing Racial Inequality in the Workplace
Binary logistic regression analysis was used to determine multiple variable race, political views, and educational attainment influenced preferential hiring and promotion. Race had the strongest influence. Blacks were almost two times more likely to support preferential hiring/promotion in comparison to whites.
Political conservatives were about two times more likely to not support preferential hiring/promotion policies in comparison to non-conservatives. Individuals with higher educational attainment were more likely to support preferential hiring/promotion policies. It should be noted that gender, work status, age, and personal income were not related to these perceptions of addressing racial inequality in the workplace. The regression model explained approximately 13% of the variation in attitudes toward preferential hiring and promotion of blacks (see Table 3 ).
The perception of blacks working their way up like other minorities was Table 3 ).
Study Conclusions
This research effort found that blacks and whites demonstrated very different perceptions regarding workplace racial inequality. Generally, blacks believed there are significant barriers to equal treatment while whites felt that no remedies are necessary for ensuring minority participation in the workplace. Based on the statistical analysis, the research hypothesis stating white and black individuals perceive affirmative action policy differently was accepted. The second research hypothesis positing white and black individuals perceive using the minority model of working one's way up in the workplace to offset discrimination differently was accepted as well.
The findings showed black and white respondents had very different perceptions for addressing workplace inequality. Black individuals tended to view preferential hiring and promotion as a way to successfully reduce racial inequality.
Whites, on the other hand, illustrated the opposite viewpoint by overwhelmingly 
